People have prioritized even more the quality of life in the most diverse places of work. Quality of Working Life (QWL) can be analyzed from some indicators and factors that help to evaluate the workplace and the people who work on it. In addition, the personal characteristics also interfere in the QWL perception level. In this context, in this article, the objective is to analyze the emotional intelligence (EI) and Quality of Working Life factors in the professors' work at federal institutions of higher education in Brazil. The data were collected by a questionnaire composed of scales to identify some variables of individual differences and QWL factors. The survey instrument was sent via Survey Monkey to university professors from 16 federal higher education institutions in the Southeast, Midwest, and Federal District. Once downloaded, the data were analyzed using SPSS software version 21. After the analysis, it is realized that EI can be analyzed from five components: well-being, self-control, emotionality, sociability and emotions recognition. It was observed that there are significant correlations between Emotional Intelligence and QWL factors. Furthermore, there are significant relations between the life events, EI and QWL factors.
development of knowledge and innovation, as well as education and training for all society. Thus, it is important that government managers from public university find ways to protect their professors and other team members from the rising stress levels due to increasing demands. As an example of this increase demand in the academic field, we can highlight the huge demand for publication in impact journals to support academic careers and maintain post-graduate programs.
On this subject, many studies focus on the role of "Publish or Perish" and this role has increased the academic stress for professors and researchers and has thereby affected the quality of working life. It is because to publish the professors need to work longer hours and devote themselves to their own research and their masters, doctoral and post-doctoral students' research. All these pressures contribute to work-related stress, imbalance between life and work, mental, physical and emotional tension, and can cause different health problems and even about workplace relation.
In the present research has as objective to analyze the emotional intelligence and Quality of Working Life factors of professors from federal institutions of higher education in Brazil. Next, there will be a brief description of the Emotional Intelligence studies and the theoretical basis on the QWL factors. Then, a methodology description used in the field research and the data analysis and the results obtained is presented, as well as a brief discussion of them in relation to previous studies and research on the subject in question. Finally, there are conclusions, suggestions and limitations of this research.
Theoretical Framework

Quality of Working Life: Origins and Models
Most of human being life is occupied by work, that is, people make most of their time at work, instead of being with their family and friends. From birth, we are already prepared for work and we are given the idea that without work there is no means of survival.
Some people consider that without work it is not possible to live well, while others say that with work it is also possible to live badly. Even though the individuals are not at workplace all the time, their lives revolves around their job most of the time. The pressure for results, for a space in the market, makes the work permanent in the people's life in the present day. With this, organizations increasingly understand the importance of the quality of life of their workers, as it influences their professional career and with this, organizations become worried and offer an environment that provides to the individual safety, comfort and well-being.
The term quality of working life was used by Louis Davis in the 1970s and for this author the concept refers to the concern for the well-being of workers in the performance of their tasks. Whereas, for [9] quality of working life (QWL) refers to the favorable and unfavorable points people's workplace. The theme Quality of Working Life is evidenced in the past by the search for worker satisfaction. In the eighteenth and nineteenth centuries, working conditions began to be studied in a scientific way, first by the School of Human Relations [10] . According to this author, the School of Human Relations, concerned was with the psychosocial aspects of work, it was one that presented the greatest identification with the Quality of Working Life movement.
Despite such studies, Quality of Working Life was only evident in the early 1950s in England, when Eric Trist and collaborators studied a macro model to treat the trinomial Individual-Work-Organization. Since then, a sociotechnical approach has emerged from work organization, which is based on the satisfaction of the worker at work and with work. According to [11] , despite the concern with QWL is not recent, the implementation of specific programs has been occurring more recently due mainly to the direct impact of the employees' physical and mental health aspects on the level of productivity and organizational results. Thus, [12] defined the concept of quality of life at work as the general state of well-being in the workplace, and this concept was later used in more recent studies such as [13] [14] [15] [16] and [17] .
In this context, [14] highlights the existence of factors that determine QWL as a clear object of research in the field of Psychology, Organizational Studies and Work Psychology. These factors can be understood from the ways of work organization as shown in Figure 1 . In the QWL systemic model, there are the following factors: usefulness of the work or work purpose, autonomy and professional development opportunities that result from the characteristics of the work itself, and also lead to the sense of work indicator. In addition to these, there is moral rectitude, relations with coworker and superiors and the recognition that are characteristics result from the interpersonal relations that are processed in the workplace, also lead to the sense of work indicator. The ways of work organization also determine the workload, working hours and safety conditions at work or the perception of insecurity at work. As for the workload, it can be subdivided into physical load, mental load and emotional load [17] and [18] . In addition, Figure 1 shows other variables, considered as indicators or components of QWL, namely: health and psychological well-being, psychological illness and suffering, commitment and work-life balance.
According to [19] , these factors can positively affect (in terms of worker's health) or negatively (causing illness and psychological suffering) the quality of working life and lead the individual to have a good work experience or develop defensive strategies to try to improve their QWL. Besides that, individual differences should also be taken into account to analyze the interrelationship of model variables. As an example may mention the case of work-related stress, which is perceived differently by people who perform the same work. Therefore, it should be considered a QWL indicator and not a QWL factor.
Both the QWL factors and the indicators are relevant in the QWL understanding. But, this article deals only with the QWL factors in order to better 
Emotional Intelligence
In 1920, psychometrician Robert L. Thorndike at Columbia University used the term "social intelligence" to describe the ability to understand and motivate others [24] . In 1983, Howard Gardner, in his theory of multiple intelligences [25] , introduced the idea of including both the concepts of intrapersonal intelligence (ability to understand oneself and to appreciate one's feelings, fears and motivations) as well as intelligence interpersonal (ability to understand the intentions, motivations and desires of others). For Gardner, intelligence indicators such as IQ do not fully explain cognitive ability [26] . Thus, although the names given to the concept have varied, there is a common belief that traditional definitions of intelligence do not give a full explanation of their characteristics.
The first use of the term "emotional intelligence" is usually attributed to Wayne Payne, cited in his doctoral thesis, in 1985 [27] . The term, however, had previously appeared in texts by Hanskare Leuner, in 1966 [28] . Stanley Greenspan also presented an emotional intelligence model, in 1989 followed by Peter
Salovey and John Mayer in 1990 [29] and Daniel Goleman in 1995 [30] .
Emotional intelligence is a concept in psychology that describes the ability to recognize and evaluate one's own feelings and those of others as well as the ability to deal with them. From the philosophy point of view, it is the competence Statements describe attitudes and behaviors in general. There is no right or wrong answer, since the intention to trace the individual's EI profile [31] and [32] .
The emotional intelligence concept was proposed by Salovey and Mayer in 1990 to describe this form of human intelligence that involves the ability to recognize the meaning of emotions, their own and others, and take into account to promote the environment adaptation. This proposal reflects two ways of intelligence identified by [25] Gardner in 1983: intrapersonal intelligence and interpersonal intelligence. The first is the ability to discern one's own feelings to better adapt to the events that move us; generates self-management. The second is the ability to understand others, their emotions and feelings, in order to respond appropriately; this promotes good management of your relations.
The emotional quotient was measured using the short version of the Petrides Emotional Intelligence Quotient [33] , translated by [32] . That emotional quotient measure has three dimensions: self-awareness, self-control, and optimism.
Nevertheless, other studies such as by [34] found other dimensions in the EI structuring.
In addition to Emotional Intelligence, other variables of individual differences can be used to characterize the sample profile and help to draw parallels between the QWL indicators and factors, such as the Striking events that the individual faces during his/her life [19] .
Quality of Working Life Factors
As previously reported, [14] and [17] highlighted the factors that determine Quality of Working Life. In this section, we will describe their importance. In the QWL systemic model there are QWL indicators (components), QWL factors (determinants), individual differences variables and confronting strategies that help to delineate QWL [19] .
Reference [14] argue that for work to be meaningful for the individual, it is important to do something that is useful for something or someone, or a job that contributes to others or even to society. "People are looking for a job that allows them to feel necessary" and they claim that "the work purpose affects the Quality of Working Life in different ways and degrees" ( [16] , p. 4). The work organization involves the relations that unfold in the workplace and affect the meaning of the work [19] . The social utility of work or work purpose may positively or negatively affect the quality of working life, since it influences in the perception of the sense of work [35] . Walton (1973) apud [36] affirms that a program of Quality of Working Life when properly proposed, aims to guarantee the confirmation of a more huma- well-being because they give more meaning to the work itself. Finally, in order to make the work more sense and meaningful to the worker, it should be pleasurable for the people who execute it [14] . The characteristics of the interpersonal relations that unfold in the workplace determine the sense at work [38] . Therefore, some factors can be listed from the characteristics of these relations, such as moral rectitude. Regard to moral rectitude, [14] point out that this is a very important characteristic, but little appears in the literature on the work organization. It is possible that scandals in a particular business would lead to insights about moral rectitude into social and organizational practices. To make sense in the workplace and for it to be meaningful, it must be executed in an environment that fosters the development of ethical, fair and positive professional relations.
For [39] , the nature of personal relations is an important dimension of Quality of Working Life. Therefore, the work should allow the development of relations with coworker and superiors helping each other in the proper accomplishment of the work or facing difficulties in the workplace so that the same can develop good working relations. The relation with coworker and superiors is a work-related characteristic and an important environmental factor for QWL, as it directly influences the harmony and well-being of the corporate environment and the professional themselves. Additionally, relation problems at work, whether, with coworker, bosses, subordinates and even clients greatly affect the quality of personal and family life. In the case of client relations, they are more relevant when it comes to service providers companies wherein professionals have more direct contact with them, such as students in schools or universities [6] and [40] . According to [41] , employees make comparisons of their work with that of their coworker by checking experience, effort, education, competence, and results obtained, such as pay, increase and recognition among them. Those who contribute more to the organization expect to receive more in terms of reward, such as status, valuation, bonuses, higher pay, etc. Maslow, apud [36] , in his theory emphasizes that the worker has factors that influence his/her satisfaction beyond work, such as personal achievements, recognition in the workplace, [42] and [43] , recognition and appreciation are essential to encourage productive behavior and the development of individual's self-esteem, which also helps in commitment with work and the organization.
The justice at work is, in a way, related to the feeling of moral rectitude, but this feeling implies in a perception of justice in the processes of decision making, in the equity of the management practices and in the ways of people treatment in the workplace [34] and [44] . Therefore, according to [44] , justice is composed of three dimensions: procedural (the procedures that are followed to take decisions), distributive (the equity of reward practices) and interactional (how the manager leads to the employees). In addition to those already mentioned, another group of factors that is directly related to the ways of work organization refers to the workload [19] . High levels of perceived workload occur when task demands exceed the individual's ability to meet these demands [15] . The study of workload can help work psychologists and ergonomists to distinguish between efficiency of competing projects of the employment of contemporary systems and help managers to provide a better workplace [45] . Workload can be used to provide insights into specific job characteristics and work relations that lead to the meaning of the work [34] . High levels of perceived workload occur when task demands exceed the individual's ability to meet these demands. In this context, some studies have shown that periods of low workload can cause fatigue whether the individual needs to maintain attention on the task for an extended period of time [46] . Consequently, this fatigue state causes deficits in motivation and performance, and health, well-being and safety problems [47] . Reference [48] points out the Quality of Working Life, from the beginning of the movement, which was initiated by Elton Mayo and his collaborators, from the emphasis on human relations and opens space for discussion of issues related to the physical and mental health of the worker. Current studies increasingly show health problems caused by excessive workload [18] . The workload that can affect quality of life is related to the physical, mental and emotional load. In the specific case of university professors, there is a very large charge for publications in qualified and impact journals, which increases the workload. Professors need to devote themselves to a variety of research and administrative practices to manage their research and generate material for publication. In addition to the work of academic orientation at the level of Scientific Initiation, Master's and Doctorate, because currently the focus is "to publish, appear or perish" [49] and [50] .
According to [3] , QWL can be associated with the worker's feelings about their work, how the physical conditions of the environment can reflect in work safety, and can alter their levels of satisfaction and motivation, which consequently influence productivity. For [51] , the feeling of job security is associated with the feeling of job stability and the possibility of fulfilling its established commitments. Thus, job insecurity can also be seen as a stressor with numerous negative results for the worker as shown by some international studies [52] and [53] . A recent meta-analysis on job insecurity by [52] shows that job satisfaction and organizational commitment are the two most frequently studied relations and the most ubiquitous reactions to job insecurity.
In summary, these are some aspects to be considered on the theoretical basis that supports the QWL systemic model [19] and serve as basis for discussions of the results of this research.
Methodology
This article is based on the quantitative research approach. Quantitative research uses statistical and mathematical methods to support its analysis. It has the best treatment for questions as "who", "what" and "where" [54] and it is appropriate to the theory-testing process. However, questions of a more explanatory nature as "how" and "why" cannot be addressed simply by quantitative data, requiring the use of qualitative methods for its analysis.
Regarding the objectives, the present work can be characterized as descriptive and exploratory. The descriptive research aims to define or describe a certain phenomenon, in which the researcher observes, registers, analyzes, classifies and interprets the facts, and aims to establish a relation among variables [55] and [56] . Exploratory research is discovery-oriented and used by researchers when it has little information, as well as the purpose of making explicit a particular research problem ( [55] and [57] ).
The questionnaire was designed to evaluate Emotional Intelligence, striking events and the university professors' quality of working life. More specifically, it includes scales that measure: Emotional Intelligence (30 affirmations) [33] , striking events with 20 situations that may affect an individual's childhood, youth and adult life [58] , the work itself focused on work characteristics (11 affirmations) and labor relations (15 affirmations) according to the scale elaborated by [38] . Professors were asked to indicate in what degree they agreed to the demonstrations, using a form ranging from "I strongly agree" to "I strongly disagree". The texts of the statements were revised to suit Brazilian Portuguese. The sense of job security was measured by the [51] scale which contains 7 statements.
As an example of these affirmations we can cite: I can stay on this job as long as I want; While I do a good job I am sure that I will keep my job in this organization; and The salary I receive is fair, compared to other people in the same position, in other organizations. Response options ranged from 1 (I strongly disagree) to 6 (I strongly agree).
As for the workload, the objective was to measure the physical load (time to perform tasks), mental load (complex tasks) and emotional load (emotional work related to human relations) based on the studies of [34] and [59] . The workload scale consisted of 15 statements with 6 response options ranging from "Never-Not once" to "All Time-Every Day". In addition, the professors were • 671 professors from the Federal University of Goiás (UFG),
• 505 professors from the University of Brasilia (UnB),
• 1197 professors from the Federal University of São Paulo (UNIFESP),
• 751 professors from the Federal University of Rio de Janeiro (UFRJ),
• 141 professors from the Federal University of Grande Dourados (UFGD),
• 803 professors from the Federal University of São Carlos (UFSCAR),
• 164 professors from the Federal University of Mato Grosso do Sul (UFMS),
• 608 professors from the Federal University of ABC (UFABC),
• 334 professors from the Fluminense Federal University (UFF),
• 373 professors from the Federal Rural University of Rio de Janeiro (UFRRJ).
• 441 professors from the Federal University of Itajubá (UNIFEI),
• 1238 professors from the Federal University of Uberlândia (UFU),
• 418 professors from the Federal University of São João Del Rei (UFSJ),
• 1494 professors from the Federal University of Juiz de Fora (UFJF),
• 1316 professors from the Federal University of Minas Gerais (UFMG), and
• 320 professors from the Federal University of the Triângulo Mineiro (UFTM).
Since universities were not able to provide their professors' e-mail list, their contact was copied through the institutional websites by three Scientific Initia- The total of questionnaires answered by the professors of these 16 institutions reached 1038, but some were discarded because they contained many unanswered questions. For that reason, some variables present more response rate than others. The data below show the number of questionnaires answered per institution.
• 69 professors from the Federal University of Goiás (UFG), • 32 professors from the Federal University of Rio de Janeiro (UFRJ),
• 24 professors from the Federal University of Grande Dourados (UFGD),
• 91 professors from the Federal University of São Carlos (UFSCAR),
• 12 professors from the Federal University of Mato Grosso do Sul (UFMS),
• 35 professors from the Federal University of ABC (UFABC),
• 36 professors from Universidade Federal Fluminense (UFF),
• 31 professors from the Federal Rural University of Rio de Janeiro (UFRRJ).
• 46 professors from the Federal University of Itajubá (UNIFEI),
• 75 professors from the Federal University of Uberlândia (UFU),
• 59 professors from the Federal University of São João Del Rei (UFSJ),
• 140 professors from the Federal University of Juiz de Fora (UFJF),
• 77 professors from the Federal University of Minas Gerais (UFMG), and
• 26 professors from the Federal University of the Triângulo Mineiro (UFTM).
For each questionnaire scale, the main components analysis or the main axis analysis were performed, with orthogonal factor rotation in order to reduce the variables observed for a minimum number of dimensions (or components) that describe the maximum proportion of variation for each of the variables, that is, QWL factors. The factorial structure scales, then tested with an analysis of the main axes with orthogonal rotation for some of the factors, once a clear factorial structure was found, the internal consistency of each factor was analyzed in order to evaluate its reliability using the Cronbach alpha. This statistical analysis can perfectly determine the percentage of error variance in the factor measurement, the ideal level being higher than 0.70, but the acceptable level can be at least 0.60, according to [57] . From these statistical analyzes, variables and/or factors were finally constructed and ready to be used.
Pearson's correlation analysis was performed to determine the behavior of the variables in question, that is, QWL factors. It is worth mentioning that one could compare the factors per institution, but due to the low return, which generated small samples per institution, this analysis was not implemented. Table 1 presents the Pearson's correlation coefficients, number of items for each factor and the internal consistency index determined by Cronbach's alpha. The results of this research clearly showed that these professors perceive the differences among the variables of individual differences, as observed by [13] [16] [34] [38] and [60] in other contexts surveyed.
Results and Discussion
Among the 30 affirmations of the scale, 50% were recorded to fit the proposed analysis parameter. The results presented in Table 1 show that the correlation coefficients are significant and in the expected direction, demonstrating the information consistency that these measures present for the components of Emo- indexes are greater than (0.70). The components of Self-control (with Alpha 0.670) and Emotional Recognition (with Alpha .603) can still be considered as consist, since according to [14] the values from 0.600 and 0.700 are also valid. However, the Sociability component (with Alpha 0.546) cannot be considered reliable because it was below the acceptable minimum for a significant Alpha that is 0.600. However, considering the variable Emotional Intelligence in the whole, it has Alpha 0.879. The information are consistent (because the Pearson's coefficients are significant and in the expected direction). The results for each of these variables are briefly described below.
There is a moderate-positive-correlation between emotionality and well-being (0.520, p < 0.000). Indicating that the ease with a person gets emotional increases the level of well-being. There is a weak-positive -correlation among emotion recognition and emotionality and self-control (0.379, p < 0.000). In addition, there is a moderate -positive -correlation between emotion recognition and well-being (0.467, p < 0.000). Additionally, there is a perfect correlation -posi- Table 2 presents the averages, standard deviations, Pearson's correlation coefficients, number of items for each factor and the internal consistency index determined by Cronbach's alpha. As demonstrate the results presented in this table, the correlation coefficients are significant and in the expected direction, showing the consistency of the information that these measures present. The results of this research clearly showed that these professors perceive the differences between the Emotional Intelligence variable and the factors of Quality of Working Life, as observed by [14] in other performed studies.
The chosen QWL factors provide reliable information (because the internal consistency indexes are greater than 0.70) and consistent information (because the Pearson's coefficients are significant and in the expected direction). The results for each of these factors are briefly described. It can be observed in Table 2 that there is a moderate -positive -correlation between the autonomy at work and the work purpose (0.490**, p < 0.000). The size of the Pearson's correlation coefficient means that the two indicators evaluate different QWL aspects. When the autonomy level increases the perception of work purpose also increases.
Likewise, there is a strong -positive -correlation between professional development opportunities and the work purpose (0.637**, p < 0.000), but the Pearson's coefficient size is not high enough to identify one with another factor. In the same way, there is a strong -positive -correlation between professional development and autonomy (0.654**, p < 0.000). These relations indicate that they are different factors that can determine the relations among the work characteristics, because the individual feels that having autonomy will be more chance to Open Journal of Social Sciences
In this research, the so-called factor of justice proved to be relevant among the characteristics of labor relations, emphasizing the reduction of factors. What did not happen in the Brazil-Canada survey [61] . It should be noted that in the research the Moorman Scale of Organizational Justice [38] was not used, but other issues that are part of the Morin and Dassa scale [38] that deals with the characteristics of the work. The average response for the components of this variable was 38.20 and the standard deviation was 13.148.
There are still moderate -positive -correlations between job security with autonomy and development opportunities (respectively 0.438**, 0.355** p < 0.000).
There are still significant -negative -correlations, but weak between workload and autonomy (−0.113**), opportunities for development (−0.094**), moral rectitude (−0.174**), relation with coworker (−0.117**) and recognition (−0.173**)
indicating that an increase in workload negatively affects all these QWL factors.
With regard to Emotional Intelligence, it is observed that there are significant -positive -relations with regard to all QWL factors. That is, an increase in the emotional intelligence level improves QWL perception level, for example in 0.353** for work purposes, 0.358** for moral rectitude, 0.349** for autonomy and 0.345** for relations with coworker.
Conclusions
In the present day, the quality of working life is strong evidence for the differentiation of one company and another as well as the predominant climate in the workplace. That is why, QWL is a subject that has been studied since 1972 and currently has gained strength in research in the areas of Psychology, Organizational Studies and Work Psychology. As organizations move forward in time, they have been led to offer their employees a work environment that gives individuals better physical and psychological conditions of work and therefore a better quality of life. That brings, in contrast, more commitment of the worker with the job itself and with the organization as a whole and more productivity for the organizations.
In parallel, as the public service offers a high degree of stability, they also feel they have job security. However, with the high responsibility and overload of work, the data demonstrated that an increase in the workload decreases the levels of work purpose, autonomy, development opportunities, moral rectitude, relation with coworker and superiors, recognition and safety at work. The requirements of student orientation, research and publication and conducting administrative activities may be limiting factors of the effects results of workloads on the professor.
Pearson's correlation analysis also showed that the behavior of the QWL factors is consistent with the theoretical basis that supports this research. provide better teaching to the population and contribute to the professors' physical and mental health. Therefore, it is hoped that this work will contribute to the advancement of this subject next to Organizational Studies and University Management.
